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     The need to recruit, support, and retain people of color in the planning profession is critical for its long-term success and viability.  Surveys by the American Planning Association (APA) show that the percentage of non-white members has not changed appreciably over the past twenty-five years with minority membership ranging from 6.5 percent in 1981 to 7.1 percent in 2004.  However, during this same time period the proportion of women planners increased from 17.9 percent to 34.3 percent
.  

     In 1999 an independent survey of planning professionals was performed
. The data from the survey corroborates the relatively small percentage of non-white planners in APA at 7.9 percent, and the American Institute of Certified Planners (AICP) at 5.8 percent.  Other interesting data from the 1999 survey includes:

	Non- White Planners
	Early in Career (less than 10 yrs.)
	More than 20 yrs. in Career

	APA


	10%
	5%

	AICP 


	9%
	3.6%

	Accredited Planning School Graduates and APA Members
	11%
	5.6%


     These differences in percentages, while small are statistically significant, suggesting that membership in APA and AICP is not keeping pace with the involvement of people of color in the broader planning profession.  Given these circumstances, the California Chapter of the American Planning Association (CCAPA) has an opportunity to assume a leadership position and take action to help turn around this prevailing condition, and develop polices and programs to progressively address this situation.

     There are three programs/initiatives that can be developed to address this issue, with the objective of creating an education and career “pipeline” for planners of color.  It begins with recruiting young people of color into the planning profession; then creating a cadre of senior level planners (as role models) to provide guidance and mentorship to those coming up within the planning ranks; and finally engaging and sustaining practicing planners in relevant activities and leadership positions in CCAPA and APA.

· The first program in developing this pipeline concept is the creation of an outreach program to attract young people of color to the planning profession.  A model to consider for senior high students is one that is currently being administered by the Urban Land Institute, called UrbanPlan.  The general details of the program are:

“UrbanPlan is a simulation classroom exercise for high school students... Students work in development teams to analyze and respond to a hypothetical "Request for Proposal" for the redevelopment of a specific urban area…the winning team is announced and presented with scholarships towards their college education.  Over the course of the exercise, local land use professionals interact with the students on a regular basis.  As "facilitators" in the classroom, they challenge the students to think more critically about the UrbanPlan issues and the specific responsibilities of the student’s assigned roles as finance directors, marketing directors, city liaisons, neighborhood liaisons, and site planners”. 

A program of this type can be easily modified to suit the needs of CCAPA or CCAPA can partner with Urban Land Institute to provide an expanded program and focus. A natural extension of this program is the establishment of a formal linkage with accredited California planning schools.  This would provide an access point to university planning programs and exposure to the required academic and professional training.  This would also enhance relationships with the academic planning community on a common purpose. 

· The second program is the creation of a Planning Ambassador Program, similar in nature to the one outlined in the APA’s Diversity Task Force Minority planning summit report: <http://www.planning.org/conferencecoverage/2005/monday/diversitysummit.htm>.  The Ambassador program would be established in each chapter 

section shepherd by a 12-13 person steering committee made up of planners (possibly 2 Asian Americans, 2 Latinos, 2 African Americans, 1 or 2 Native Americans) 2 Planning Directors, 1 Council of Government member, a Fellow of the AICP, and a student representative, They would meet regularly, possibly bimonthly.  The charge of this committee would be to: 

a. Develop a pool of mentors in senior level planning positions who are sensitive and committed to diversity issues and committed to mentoring an up and coming planner of color for 2 years.  

b. Have Planning Ambassador events at the Annual CCAPA State Conference.  

c. Have a statewide meeting of all eight sections steering committees to share their accomplished, ideas, and best practices. 

d. Have social gatherings and activities to recruit new participants.

e. Have each chapter section's Planning Ambassador Program be in charged of coordinating the section's annual CCAPA Diversity Award nominations.

· The third program would be the development of networks and “points of connection” for planners of color with CCAPA leadership and national leadership.  This can be accomplishment by recruiting and nominating planners of color to committees and project initiatives that provide important exposure and opportunities to engage in mainstream activities of CCAPA and APA, and to establish relationships with their planning colleagues on many fronts.  This also provides a method to create informal networks with fellow planners were ideas and different perspectives and points of view can be shared.  The California Planning Roundtable is one affiliated organization that over the next year will be making a concerted effort to attract and recruit senor level planners of color into its membership. This effort can provide support and leverage to this initiative and a willing partner.

     In summary, the programs/initiatives outlined above provide multiple opportunities and ideas to address the issue of recruiting, supporting, and retaining planners of color in the profession.  These actions represent the first steps in providing positive and progressive solutions to create a planning profession that represents all people and all voices in the communities that we serve.
� The earlier data is from the biennial salary surveys published by APA as Planning Advisory Service Reports.  The 2004 data is from the APA web membership survey.  In all cases, only members who are practicing planners were counted.


 


� The source for this data is an unpublished national survey conducted in 1999 by Linda Dalton and Elizabeth Howe of California Polytechnic State University, San Luis Obispo.
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